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Abstract
The purpose of this study is to investi gate the impact of leaders’ expectati ons and behavior 
on subordinates’ performance in order to validate the theory of Pygmalion eﬀ ect in a training 
unit of Pakistan Air Force. For this research, questi onnaires have been adopted from the 
study of (Hsu, et al., 2009). These questi onnaires include three variables namely: Perceived 
Behavior of Leader (independent variable), Performance of Subordinate (dependent variable) 
and Self-Eﬃ  cacy (mediati ng variable). The trainers of a PAF training unit are the leaders and 
the Junior Commissioned Oﬃ  cers (JCOs) trainees are the subordinates. The questi onnaires of 
Perceived Behavior of Leader and Self-Eﬃ  cacy have been fi lled by 150 subordinates while the 
questi onnaire on their Performance has been fi lled by the leaders. The questi onnaire has shown 
high internal consistency. The fi ndings also provide support for the basic relati onship proposed 
in the traditi onal Pygmalion model. Results have suggested that when the trainers have been 
supporti ve, collaborati ve, resourceful and encouraging then the trainees have shown high 
self-belief resulti ng in high performance. The results support the noti on that leaders trigger 
the sense making of the subordinates which is required for bett er performance. The study has 
been conducted in a military environment; therefore, the results of this study may vary in an 
open environment like universiti es and colleges. The results are limited to JCOs only, however 
the same study can provide diﬀ erent perspecti ve for PAF Oﬃ  cer or military personnel of sister 
services. The results can be helpful to the authoriti es in acti ng more precisely to increasing 
the performance of the trainees through Pygmalion eﬀ ect. The study can provide a basis for 
future research in the fi eld of military training.
Keywords: Pygmalion Eﬀ ect, Self Eﬃ  cacy, Perceived Behavior of Leader, Junior Commissioned 
Oﬃ  cers, Pakistan Air Force.
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A Study on Pygmalion Effect:  
A Case of Academic Training in a Military Unit
Introducti on
Leadership impacts upon the producti vity of 
organizati ons (Bass, 2008) and the relati onships 
within each organizati on (Raza, 2013). The 
relati onship between producti vity of the 
organizati on, relati onships within organizati on 
and performance of the employees has been 
studied by various researchers under diﬀ erent 
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contexts (Hite, et al., 2014), (Bass, 2008), 
(Kott er, 1996), (Kouzes & Posner, 1995) have 
studied the characteristi cs of a leader and their 
role in the producti vity of an organizati on. 
(Ramthun, 2013), (Whiteley, et al., 2012), 
(Reynolds, 2007), (Shamir, et al., 1993) are 
some of the researchers who have studied the 
role of the followers in an eﬀ ecti ve leadership 
style. The relati onship has been studied in 
educati onal, military, business, media, societal 
and many other contexts. 
(Livingston, 1969) was the fi rst theorist 
who gave Pygmalion theory an oﬃ  cial 
entry in his published arti cle “Pygmalion in 
Management”. (Hite, et al., 2014), (Ramthun, 
2013), (Whiteley, et al., 2012), (Babad, 1995), 
(Rosenthal & Rubin, 1978), (Rosenthal & 
Jacobson, 1968) have studied the concept of 
Pygmalion in educati onal sector. (Winter, et 
al., 2013) studied the concept in social context. 
(Raza, 2013), (Shamir, et al., 1993), (McNatt , 
2000), (Reynolds, 2007), (Avolio, et al., 2009) 
studied the concept in business context while 
(Oz & Eden, 1994) and (Hsu, et al., 2009) have 
studied the concept of Pygmalion in a military 
context. The concept of Pygmalion has been 
scarcely studied in a Pakistani environment. 
The main objecti ve of the study is to explore 
the leader-follower expectati ons in a military 
training environment. The study will help the 
leaders of Pakistani military (generally) and 
Pakistan Air Force (specifi cally) to create an 
environment whereby the soldiers would 
meet the expectati ons of their commanders.
Research Objecti ves
The research objecti ve of this study is to 
explore the leader-follower expectati ons in 
military environment, specifi cally in order 
to validate the theory of Pygmalion in the 
context of a Pakistan Air Force training unit. 
The research will specifi cally explore following 
research objecti ves:
• To establish a link between leadership 
behavior and performance of the 
subordinates.
• To determine the relati onship between 
leadership behavior and self-eﬃ  cacy of the 
subordinates.
• To establish the relati onship between 
self-eﬃ  cacy of subordinates and their 
performance.
• To determine the impact of self-eﬃ  cacy on 




In this research, the Leaders’ supporti ve 
behavior is taken as an independent variable. 
The independent variable is the input 
variable, whereas, the dependent variable 
is the output variable, which in this research 
is the performance of the subordinate. Self-
Eﬃ  cacy is the mediati ng variable which 
may explain the relati onship between the 
dependent and independent variables. (Hsu, 
et al., 2009), have suggested that self-eﬃ  cacy 
is closely associated with the percepti on 
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performance of subordinates. There is also 
a variable which shows the characteristi c 
of research parti cipants. This variable is the 
trade of the subordinate. Such variables are 
called organismic variables. In PAF, the trades 
of airmen and the JCOs are broadly classifi ed 
as technical and non-technical trades. The 
technical trades include all airmen and JCOs 
who are involved in the working of aircraft s 
directly trades like Radar Operator, and Engine 
Fitt er. HA, HB, HC and HD show the hypothesis to 
be tested in this research.
Literature Review
 Dove Eden, who is a highly 
acclaimed organizati onal psychologist 
and organizati onal developer, claims that 
leaders’ expectati ons of subordinates can 
have a powerful eﬀ ect on producti vity of the 
organizati on. Raising the expectati on of a 
leader from his followers boosts producti vity. 
This is the Pygmalion eﬀ ect in management 
(Eden, 1992). Similarly, the subordinate 
who has a powerful self-belief has a high 
and positi ve impact on the output that he 
generates. (Eden, 1992) says that Pygmalion 
is the only approach that adapts an acti vist 
stance towards expectancy while unleashing 
dormant energies at workplace.
 There are managers who always treat 
their subordinates with the expectati on 
that they will generate high results. 
(Livingston, 1969) in his arti cle “Pygmalion 
in Management” has menti oned that most 
managers treat their subordinates in a way 
that leads to lower performance than their 
capabiliti es. He highlighted one of the most 
comprehensive experiments on managerial 
expectati ons and the producti vity of the 
employees which was conducted by Alfred 
Oberland in 1961 at the Metropolitan Life 
Insurance Company. Oberland observed 
that new insurance agents performed 
bett er in outstanding agencies compared 
to average or below average agencies. He 
grouped his agents into units. He assigned 
six outstanding agents with his outstanding 
assistant manager. Likewise, he grouped six 
average performers with average assistant 
manager and his below average performers 
with below average assistant manager. The 
results showed that the superior group was 
self-labeled as the premium performers, so 
their performance increase to higher than 
expected. The average group also performed 
higher than expected because the assistant 
manager refused to consider her group 
as lesser then the superior. However, the 
performance of the below average group fell 
as expected. This indicated that self-image 
of the leader has a positi ve relati onship with 
the producti vity. The positi ve expectati ons 
yielded positi ve results and negati ve 
expectati ons yielded negati ve results.
According to this arti cle, producti vity is 
likely to be high if the expectati on of manager 
from his/her employee is high. Similarly the 
producti vity is likely to be low is the expectati on 
of the manager from his/her employee is 
low. (Livingston, 1969) has menti oned that 
creati ng such positi ve expectati ons is a very 
diﬃ  cult task. He has marked following points 
to infl uence managers’ expectati ons on 
followers’ behavior:
• It is the expectati on of the manager which 
determines the performance and career 
38 Research
Market Forces
College of Management Sciences
Vol. XI,  No. 1
June 2016
progression of the subordinates.
• Creati ng high performance expectati on is 
the unique ability of superior managers.
• The producti vity of the subordinates is 
poor when the manager fails to develop 
high expectati ons.
• Subordinates do only what is expected of 
them to do.
Figure 4.2
Dimensions of variables of Pygmalion Effect
The model menti oned by the researcher 
in fi gure 4.2 highlights the dimensions of 
Pygmalion eﬀ ect in an organizati on. In this 
model, the leaders’ belief and leaders acti ons 
are the dimensions of Leaders’ support 
variable.  Self-belief of subordinates is a 
dimension of self-eﬃ  cacy variable, whereas, 
the dimensions of performance variable are 
the performance of subordinates and the 
organizati onal producti vity.
Research Methodology
The study has a deducti ve research 
approach based on the general idea to reach 
at the specifi c situati on and it is linked with 
the positi vism paradigm. The populati on will 
include Oﬃ  cers who are generally the leaders 
and Junior Commissioned Oﬃ  cers in the PAF, 
who are generally the immediate subordinates 
of Oﬃ  cers. 
Oﬃ  cers and Junior Commissioned Oﬃ  cers 
(JCOs) of Pakistan Air Force are the sample 
for this research. Sample size for this research 
is 150 JCOs of diﬀ erent trades and specialty 
representi ng various bases and lodger units 
of PAF. In PAF, all the serving JCOs are male. 
Similarly, the sample size for the oﬃ  cer is 10 
oﬃ  cers who are on instructi onal duti es.
The sample is taken by non-probability 
sampling technique. Parti cipants were 
selected through the criteria-based sampling 
technique. The questi onnaire is distributed to 
those JCOs who have come to a training unit 
for their career course. This course has a span 
of two months. There is a specifi c criterion 
for the selecti on of JCOs for their career 
course. The parti cipants for this study have 
an average age of 40 years and an average 
service length of 21 years. Furthermore, 
they have to meet some other academic, 
disciplinary and medical pre-requisites. 
Similarly, the oﬃ  cers are those who are 
working as instructors in the training unit. In 
most of the training insti tutes of PAF, there is a 
concept of tutor-trainee. Under this concept, 
a group of trainees are monitored, facilitated 
and mentored by an individual instructor. 
During the whole training, the trainees 
share their work and their requirements 
with their assigned tutor. In this research, 
each instructor will have 15 trainees to 
evaluate based on their performance during 
the course. The JCOs are marked with codes 
starti ng from 001 to 150. The questi onnaire 
will be distributed to JCOs about “supporti ve 
behavior of leader” and “self-eﬃ  cacy”, while 
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10 oﬃ  cers will be given 15 questi onnaire 
each as per the coding of their trainees. The 
responses are kept confi denti al as the trainee 
parti cipants are given numeric codes while 
the instructors are assigned with alphabeti cal 
codes.
For this research a questi onnaire has been 
adopted from the research study of (Hsu, et al., 
2009). This questi onnaire has three variables 
namely: self-eﬃ  cacy, perceived behavior of 
leader and performance of subordinate. JCOs 
will be given the questi onnaire of “self-eﬃ  cacy” 
developed by (Carmeli & Schaubroeck, 2007), 
and “perceived supporti ve behavior of leader” 
which is developed by (Tierney & Farmer, 
2004). The questi onnaire of “performance of 
the subordinates” will be given to the oﬃ  cers. 
This questi onnaire was originally developed 
by (Scott  & Bruce, 1994) and Zhou & George, 
2001). These enti re questi onnaires are based 
on 5-point Likert scale.  T-tests, correlati on and 
linear regression were applied on the data for 
analysis. Additi onally, Andrew. F Hayes Process 
was installed as an add-on in SPSS to analyze 
the mediati ng relati onship menti oned in 
Hypothesis HD.
Data Analysis and Findings
The value of Cronbach’s Alpha for both the 
scales refl ects a strong internal consistency 
among items with in both the scales. Table 4.1 
highlights the values of internal consistency of 
scales. 
Table 4.1
Internal Consistency of Scales
SCALE VALUE
PERCIEVED SUPPORTIVE BEHAVIOR 0.954
SELF-EFFICACY 0.892
PERFORMANCE OF THE SUBORDINATE 0.942
In this research, 90 parti cipant trainees are 
from the Technical Trades while rests 60 are 
from Non-Technical Trades.
Table 4.2 shows high mean values 
supporti ng the statement that the parti cipants 
are positi vely agreeing to all the variables.  The 
mean values are high with thick concentrati on 
as indicated by low values of standard 
deviati on. The mean values for parti cipants 
representi ng technical trade show slightly 
higher agreement on all the three scales with 
bett er concentrati on of feedback compared to 
Table 4.2
Description of Variables
TRADES VALUES PERCIEVED SUPPORTIVE SELF-EFFICACY PERFORMANCE OF 
  BEHAVIOR  SUBORDINATES
 Mean 3.92 4.04 3.91
TECHNICAL N 90.00 90.00 90.00
 Std. Deviation 0.50 0.46 0.52
 Mean 3.45 3.70 3.35
NON-TECHNICAL N 60.00 60.00 60.00
 Std. Deviation 0.57 0.65 0.56
 Mean 3.73 3.90 3.68
TOTAL N 150.00 150.00 150.00
 Std. Deviation 0.58 0.57 0.60
40 Research
Market Forces
College of Management Sciences
Vol. XI,  No. 1
June 2016
the non-technical trade parti cipants. The mean 
values are slightly higher with lower standard 
deviati on of technical trade parti cipants.
Analysis of Correlati on
Table 4.3 shows the correlati ons of 
among the three variables. The relati onships 
are all positi ve.  The table shows that the 
relati onship between independent variable 
which is perceived supporti ve behavior and 
the dependent variable which is performance 
of subordinates is strongly positi ve.
Table 4.4 shows the R and R square values. 
The correlati on is represented by R which 
is 0.84. This is strong correlati on between 
dependent and independent variables. The 
R square value here indicates 70% of the 
total variati on in the dependent variable can 
be explained by the independent variable. 
This means that 70% of variati on in the 
performance of subordinates can be explained 
through perceived supporti ve behavior of the 
manager.
Hypotheses Testi ng and their Analysis
The research has been able to answer the 
research questi ons. The research has also 
been able to provide results on the research 
hypothesis. 
HA: Leadership Behavior and Performance of 
Subordinates
The fi ndings refl ect that the individuals’ 
percepti on of leader’s supporti ve behavior 
is positi vely related to their performance 
producing a correlati on of 0.84. The Beta 
Coeﬃ  cient is showing a value of 0.874 and is 
stati sti cally signifi cant. This means that the 
for each unit increase in predictor variable, 
the outcome variable is increasing by 0.871 
units. The value of 3.73 derived from the T-test 
indicates that the parti cipants are inclined 
towards agreeing in favor of supporti ve 
role of their leaders/managers for bett er 
performance. This is an indicati on that the 
trainers in the PAF training unit have been able 
to provide the support needed to the good 
performance of the trainees. The acti ons of 
trainers and their supporti ve behavior have 
been acknowledged by their subordinates. 
Higher the perceived behavior of the trainers, 
higher is the performance of the JCO trainees.
HB: Leadership Behavior and Self 
Eﬃ  cacy
The fi ndings refl ect that the individuals’ 
percepti on of leader’s supporti ve behavior 
is positi vely related to their self-eﬃ  cacy 
producing a correlati on value of 0.65. The 
Beta Coeﬃ  cient is showing a value of 0.637 
and is stati sti cally signifi cant. This means 
that the for each unit increase in predictor 
variable, the outcome variable is increasing 
by 0.637 units. The value of 3.90 derived from 
the T-test indicates that the parti cipants are 
inclined towards agreeing in favor of having 
self-eﬃ  cacy. It clearly refl ects that the trainees 
going through the course have high self-
esteem. 
HC: Self Eﬃ  cacy and Performance
The fi ndings refl ect that the individuals’ 
self-eﬃ  cacy is positi vely related to their 
performance producing a correlati on value of 
0.70. The Beta Coeﬃ  cient is showing a value of 
0.741 and is stati sti cally signifi cant. The value 
of 3.63 derived from the t-test indicates that 
the parti cipants who were trainers (leaders) 
agree that the trainees (subordinates) going 
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through the course have performed in an 
acceptable manner. The fi gures achieved from 
t-test are refl ecti ng that the parti cipants of the 
course have high perceived supporti ve role of 
leaders as well as they have high self-esteem. 
This has resulted in good performance which 
has been judged by their leaders.
HD: Self Eﬃ  cacy Mediati ng the Relati onship 
between Leadership Behavior and 
Performance of Subordinate
The hypothesis that an individuals’ self-
eﬃ  cacy will mediate the relati onship between 
percepti on of supervisor’s supporti ve behavior 
and their performance is tested by the widely 
used procedure suggested by (Baron & Kenny, 
1986). This method consists of testi ng the 
independent variable with (a) mediati ng 
variable (b) with independent variable and (c) 
with both mediati ng variable and dependent 
variable.
If the dependent variable is taken as 
Y (performance of the subordinates), the 
independent variable is taken as X (Perceived 
Supporti ve Behavior of Leader) and the 
mediati ng variable is taken as M (Self-eﬃ  cacy), 
then the following steps will be taken to test 
the mediati ng variable menti oned in fi gure 
4.3:
When the analysis was conducted, 
the results supported hypothesis HD as 
the regression coeﬃ  cient for self-eﬃ  cacy 
was found signifi cant in contributi ng to 
performance of subordinates and perceived 
supporti ve behavior of the leaders. The 
regression coeﬃ  cient was also found signifi cant 
between perceived behavior of leader and the 
performance of subordinates. The Andrew. F 
Hayes Process was installed as an add-on to 
analyze the last conditi on menti oned in fi gure 
4.3. The result supported HD as the regression 
coeﬃ  cient for dependent variable and 
independent variable was found signifi cant. 
Additi on to this, the signifi cance for dependent 
variable and independent variable decreased 
when the researcher entered the mediati ng 
variable in the analysis. The presence of the 
mediator variable; confi rms the mediati on 
eﬀ ect. A measure for the indirect eﬀ ect of 
independent variable on dependent variable 
is 7.58. The insignifi cant value of 0.208 of 
coeﬃ  cient of signifi cance indicates that self-
eﬃ  cacy is fully mediati ng the relati onship 
between perceived supporti ve behavior of 
leaders and the performance of subordinates.
The results found during the fi ndings of 
this study are consistent with that of (Tierney 
& Farmer, 2004) and (Hsu, et al., 2009). The 
JCO trainees have found their trainers as role 
model leaders. The JCOs have shown high 
expectati ons from one’s own abiliti es. This is 
the reason that self-eﬃ  cacy has served as the 
mediati ng relati onship between expectati ons 
and performance. The people serving in the 
armed forces are generally mentally strong and 
self-moti vated (Oz & Eden, 1994). This may be 
the reason that the result of self-eﬃ  cacy has 
shown high grades.
Conclusion
This study explores how the supporti ve 
behavior of the trainers can infl uence self-
eﬃ  cacy among the trainees and that in 
result can improve the performance of the 
trainees during their academic training at PAF 
training unit. The study reveals that there is 
a positi ve and a strong relati onship between 
perceived supporti ve behavior of trainer and 
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the performance of trainees. The results found 
during the conduct of this study are similar to 
that of (Tierney & Farmer, 2004) and (Hsu,  et 
al., 2009). The former have investi gated the 
results in an academic context which also 
includes military academic college by obtaining 
data from 241 students. 
The study has revealed few signifi cant 
results. Firstly, the Chronbach’s Alpha for all the 
three scales used in this study have high values. 
The scale developed (Tierney & Farmer, 2004) 
on perceived supporti ve behavior of the leader 
valued 0.954, the scale developed by (Carmeli 
& Schauboeck, 2007) on Self-eﬃ  cacy valued 
0.892 while the scale developed by (Scott  & 
Bruce, 1994) and (Zhou & George, 2001) of 
performance of subordinates valued 0.942. 
(Mallery & George, 2003) argue that the value 
of Chronbach’s Alpha for any scale is acceptable 
if it is greater 0.70 but less than 0.80. However, 
if the value is greater than 0.8 but less than 0.9 
then the scale has a good internal consistency. 
Similarly, the internal consistency is excellent 
if the value of Cronbach’s Alpha exceeds 0.90. 
The value of Cronbach’s Alpha for all the three 
scales, in case of this study refl ects an excellent 
internal consistency. Secondly, the JCO trainees 
have menti oned high supporti ve behavior 
shown by their trainers as they have served 
as good role model for them. They work to 
help their trainees secure resources during the 
training. The trainers have specially being able 
to make the trainees set their goals during the 
course of the training period. On other hand, 
the trainers have given high weightage to the 
hardworking nature of the trainees and paid 
high grades to their confi dence. However, they 
have also refl ected comparati vely low shades 
in providing soluti on to problems and giving 
new ideas. Moreover, the self-eﬃ  cacy has 
served as the mediati ng relati onship between 
expectati ons and performance. This means 
that the hypothesis has been successfully 
proved through this research.
The results provide support for the basic 
relati onship proposed in the traditi onal 
Pygmalion model. The performance 
expectati ons of the leader will ulti mately 
infl uence the performance of the subordinates 
through the supporti ve behavior of the 
leader. Results have suggested that when the 
trainers have been supporti ve, collaborati ve, 
resourceful and encouraging then the trainees 
have shown high self-belief in showing high 
performance. The results support the noti on 
that leaders trigger the sense making of the 
subordinates which is required for bett er 
performance. The results show that the trainee 
believes that he has the capability when he 
works with leader who supports his confi dence 
and serve as a role model.
As in the case of any study, there are 
some limitati ons that bear noti ng. The data 
collected was from a military academic 
context. Therefore they cannot be generalized 
to other fi elds. The results may also vary when 
the study is applied to an open environment 
like universiti es and colleges where the 
students are asked to be more creati ve and 
problem solving initi ators. Future researches 
can be useful in the fi eld of military as it is an 
untapped area. Further research is needed 
to substanti ate the conditi ons in which 
interpersonal expectancies for creati ve work 
are most infl uenti al. The current study was 
focused on the role of supporti ve behavior 
of leader in increasing the performance 
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STEP ANALYSIS VISUAL ANALYSIS
1 Conduct simple regression analysis with X predicting Y to test for path c alone
2 Conduct simple regression analysis with X predicting M to test for path a
3 Conduct simple regression analysis with M predicting Y to test for path b









of the subordinates; however for future 
research, work group peers may also serve 
asan alternate source of expectati ons for 
employees (Zhou & George, 2001). 
Table 4.3
Correlation among Variables
  PERCIEVED SUPPORTIVE SELF-EFFICACY PERFORMANCE OF 
  BEHAVIOR  SUBORDINATES
PERCIEVED Pearson Co 1.00 0.65 0.84
SUPPORTIVE  Sig. (2-tailed)  0.00 0.00
BEHAVIOR N 150 150 150
 Pearson Co 0.65 1.00 0.70
SELF-EFFICACY Sig. (2-tailed) 0.00  0.00
 N 150 150 150
PERFORMANCE OF Pearson Co 0.84 0.70 1.00
SUBORDINATES Sig. (2-tailed) 0.00 0.00 
 N 150 150 150
Table 4.5
Regression Analysis
HYPOTHESIS R SQUARE SIGNIFICANCE BETA COEFFICIENT
HA 0.841 0.00 0.874
HB 0.425 0.00 0.637





ADJUSTED R SQUARE 0.705
STANDARD ERROR OF THE ESTIMATE 0.326 
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Appendix: Questi onnaire
CODE: ______________                                   TRADE: TECH / NON-TECH
Perceived Supporti ve Behavior (Tierney and Farmer, 2004) 
During the course, I felt that my instructor has: 
S.NO STATEMENTS STRONGLY DISAGREE NEUTRAL AGREE STRONGLY
  DISAGREE    AGREE
1 Attempted to get information / material I needed to do my course.
2 Stood up for my efforts.
3 Publicly recognized my efforts.
4 Support my confidence.
5 Served as a good role model.
6 Encouraged me to collaborate with others
7 Not Praise my work (R)
8 Worked persistently to secure resources I needed
9 Praised my efforts even if they weren’t successful
10 Encouraged me to set goals
11 Stressed the importance of idea sharing among classmates.
12 Actively sought relations/communication with outside members.
13 Provided valued rewards for my work.
14 Tried to help me obtain necessary knowledge for my studies.
15 Praised my work
16 Encouraged me to communicate openly with classmates
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Self-Eﬃ  cacy (Carmeli and Schaubroeck, 2007) 
During the course: 
S.NO STATEMENTS STRONGLY DISAGREE NEUTRAL AGREE STRONGLY
  DISAGREE    AGREE
1 I will be able to achieve most of the goals that I have set for myself. 
2 When facing difficult tasks, I am certain that I will accomplish them. 
3 In general, I think that I can obtain outcomes that are important to
 me in a befitting way. 
4 I believe I can succeed at most of the things to which I set my mind
5 I will be able to overcome many challenges. 
6 I am confident that I can perform on many different tasks. 
7 Compared to other people, I can do most tasks very creatively. 
8 Even when things are tough, I can perform quite good
INSTRUCTOR: _______________________________
Performance (Scott  & Bruce, 1994; Zhou & George, 2001)
During the course, this trainee: 
S.NO STATEMENTS STRONGLY DISAGREE NEUTRAL AGREE STRONGLY
  DISAGREE    AGREE
1 Was involved in methods that might improve learning environment.
2 Generates healthy discussions. 
3 Promotes and champions ideas to others. 
4 Exhibits creativity on the jobs when given the opportunity to. 
5 Is confident
6 Provides solutions to the problems
7 Served as a good role model. 
8 Often comes up with solutions to problems at work. 
9 Is a good source ofcreative ideas
10 Is hardworking
